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Dayton, Ohio 45435 
February 18, 1993 
Charles E. Hathaway 
Vice President for Academic Affairs 
Wright State University 
Dayton, Ohio 45435 
Dear Dr. Hathaway: 
I am submitting the enclosed report to you, as you requested, in 
behalf of the Task Force on the Status of Women in the Academy at 
Wright State University. 
Our findings lead us to be deeply troubled about the situation of 
women in the Wright State community. This report details the 
concerns of women faculty and staff and describes ways in which 
we feel the University can increase its sensitivity to women's 
issues and its commitment to promoting gender and ethnic harmony 
at Wright State. 
I believe you will find the report fairly comprehensive, although 
the Task Force does recommend additional inquiry into areas of 
particular concern. 
The Task Force has asked me to express our appreciation to you 
for your initiative in seeking improved conditions for women at 
Wright State and your support of our work. You may also be 
gratified to see from the report that your efforts to assist and 
support women faculty and staff members were singled out for 
positive comment in response to our survey. 
Thank you for asking the Task Force to undertake this important 
work. We remain committed to working with Wright State 
University in fulfilling its mission. 
Sincerely, 
 
Mary Beth Pringle, Chairperson 
Task Force on the Status of Women in the Academy 
at Wright State University 
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DATE: February 17, 1993 
TO: Charles E. Hathaway, Ph.D., Vice President for Academic Affairs 
FROM: Task Force on the Status of Women in the Academy at Wright State University 
SUBJECT: Status of Women Faculty and Unclassified Staff at Wright State University 
EXECUTIVE SUMMARY 
Women Faculty: 
A study conducted by the Task Force on the Status of Women in the Academy at Wright 
State University found that a majority of women faculty members feel there are significant 
barriers to hiring and promoting women at Wright State. These barriers include: male 
dominance of administrative and departmental positions of power, exclusion of women from the 
hiring process and networking, isolation of women faculty, the absence of a mentoring system, and 
a lack of institutional commitment to women. 
Many women surveyed expressed a sense of isolation and helplessness about changing the 
role of women at the university. Although common themes were anger and frustration over the 
current situation, respondents felt that better communication, particularly about hiring and 
promotion decisions, would help create a more positive climate. 
One crucial reason why female faculty feel frustrated is that the university's record of hiring 
and promoting women falls below national averages for similar institutions. Wright State 
promotion, tenure, and salary data and the comments of the women faculty surveyed show that 
fundamental changes are needed in how women are recruited and in how they are treated once 
they come to Wright State. 
The women surveyed suggested various steps to improve the status of women, including: 
promoting more women, providing pay equity, placing more women on search committees, setting 
up mechanisms to identify women candidates, making women faculty more visible to women 
candidates, providing management training or an internal professional development program, 
establishing a formal mentoring system, and rotating positions of responsibility such as chair and 
director positions. 
Unclassified Women Employees: 
A parallel survey of unclassified women employees conducted by the Task Force on the 
Status of Women in the Academy at Wright State found that the main concern of unclassified 
women employees at the university is the lack of opportunities for promotion. 
Respondents to a survey attributed inadequate opportunities for advancement to a number of 
causes, including: the failure to perceive that women are qualified for positions of responsibility, 
the lack of an institutional commitment to promoting women, the failure of the university to seek 
internal candidates for promotion, the lack of support from supervisors, inadequate training for 
women, and the absence of a mentoring system for women. 
The women surveyed suggested many ways to resolve these problems, such as: promoting 
women, providing mechanisms that ensure better attitudes toward women on campus, providing 
managerial training, establishing better methods of recognizing female-management qualities, and 
mentoring. 
Promoting women who are already employed at Wright State will not entirely solve the 
problems. The university also needs to recruit more external women candidates for managerial 
positions where the existing pool of internal women candidates is not sufficient. 
                                                  2 
In this context, the respondents suggested as possible solutions more advertising in minority 
and women's publications, more local advertising, and networking. Making the selection process 
fairer was also stressed, with numerous women suggesting that the university should scrutinize 
the hiring system, establish a better university-wide understanding of the guidelines and 
requirements for search committees, and form fairer search committees. 
      The survey results reveal that grave problems exist in the morale of unclassified women 
employees. A strong commitment on the part of the university to recruit women 











BACKGROUND OF THE REPORT 
 
The Task Force on the Status of Women in the Academy has been meeting since September of 
1991. The Task Force was charged with addressing two questions. First, what is the status of 
women faculty at Wright State University? More particularly, 
• Why has the number of women on the faculty at WSU not increased during recent years? 
• What can be done to ensure that a larger number of women appear in the candidate pools for 
positions? 
• What can be done to increase the probability of succeeding in hiring women into the ranks of 
the faculty? 
• What steps can be taken to ensure that more women are nurtured for administrative positions 
in the academy? 
Second, should the university develop a Women's Studies program? Our findings in response 
to the second question are contained in our proposal of June 8, 1992. Our findings in regard to the 
first question are detailed below, along with other information on salaries and promotion that is 
necessary to the understanding of the status of women faculty at WSU. Because Task Force 
members felt that women faculty and women unclassified employees occupy similar professional 
situations at the university, we have dealt with both groups in our report. The report first 
addresses faculty issues, then those of unclassified professionals. 
 
Sources of Data on Women Faculty 
To answer the questions raised in your letter of June 27, 1991, the Task Force sent a 
questionnaire to 110 full-time women faculty members. Seventy-eight responses were received (a 
very high response rate of 71%), and members of the Task Force talked with many of the 30 
respondents who agreed to be interviewed. 
The academic ranks of the women responding to the survey ranged from instructor to full 
professor, and included some women in administrative positions. The average length of 
employment at Wright State for those responding was 7.82 years. Both tenured and nontenured 
individuals responded to the survey. (Of those answering the question about tenure status, 30 were 
tenured and 39 untenured*). 
Sources of Data on Unclassified Women Employees
To study the issues surrounding unclassified women at the university, the Task Force sent a
questionnaire to 240 full-time unclassified women employees. Eighty-seven responses were
received (a response rate of 36%). In addition, many of the 34 women who agreed to be 
interviewed talked with members of the Task Force.
The positions of the women responding varied from low level administrative to director and 
managerial positions. The average length of Wright State employment was eight
* Untenured women are in tenure-track positions but are not tenured. Nontenured women are in positions 












    
  
  




     
   
  
     
 
   
 
   
years. Length of employment ranged from less than one year to more than 22 years. 
Thirty-one women had ten or more years of employment. The majority of the women 
surveyed hold bachelor's or master's degrees. 
The survey also asked for responses to other questions, and those responses will be 
discussed below. In addition, further statistical information from the survey will be included
where helpful. 
It should be noted that not all of the women responded to every question, making the total
number of responses in some cases less than 87. Also, there were some questions which 
received more than one response, a fact that has been noted where pertinent. Finally, the
report identifies length of employment rather generally to protect respondents' privacy. Thus,
years of service from 10 years to 22 years were listed simply as "more than ten years."
SURVEY RESULTS (FACULTY) 
Why has the number of women on the faculty at WSU not increased dur-
ing recent years?
In the Task Force survey, women faculty were asked why the number of women on the 
faculty at WSU had not increased in recent years. Forty-four percent referred to the "old boy
network," sexism, lack of support from male supervisors, and lack of university support for
female faculty. 
Reasons mentioned less often were that fewer women are available for hire, particularly
in certain fields, that women spend more time with their families,  that women are not recruited,
and that better opportunities exist in other places. 
Typical responses were: 
• ". . the prevailing mood here is that females are less competent than males. The move to
exclude women has been subtle but pervasive." - (faculty member employed more than ten 
years at WSU).
• "There is an 'old boy network' and it is hardfor women to break into the network. WSU has 
very high standards for women butapplies mediocre standardsfor men, i.e. WSU wants 
'Harvard' caliber women but the men can be from less prestigious universities. While the 
quality debate over the women candidates drags out, the reasonable women go elsewhere and 
we hire a reasonable man." - Personal interview.
• "Women due to lifestyles and other responsibilitiescannotdevote the time and energy it takes 
to get tenure -- in teaching that's the only route that has been available -- also it's very obvi-
ously an 'old boy network.' " - (faculty member employed less than ten years at WSU). 
• "I do not think departments see female role models as important." - (faculty member employed 
less than ten years at WSU). 
• "Once in associate ranks [women are] burdened withcommittees/administrative tasks butno 
reward. [There is] [n]o effort in hiring to help significant others find employment." - (faculty 























• "[Increasing the number of women faculty] has not been an institutional, college, or depart-
mental goal." - (faculty member employed more than ten years at WSU). 
• "This environment is not a welcoming one for new faculty -- there are few forums or opportu-
nities for meeting colleagues beyond your own department." (faculty member employed less 
than ten years at WSU). 
• "[There has been no increase] [b]ecause the university hasn't taken the same affirmative action 
attitude toward women as it does toward minorities." - (faculty member employed more than 
ten years at WSU). 
• "This is a male-dominated faculty and most committees are run by men, even at the depart-
mental level. There are very few women at high levels to help other women as they start their 
careers, no mentors or champions for women. The administration, deans, and chairs do not 
seem to realize that women impart more stability to a program because they don't pick up and 
move as frequently as men. Women have roots in one place and make a commitment to faculty 
positions, teaching, and outreach." - Personal interview 
• "People in power prefer men." - (faculty member employed less than ten years at WSU). 
• "They [women] don't get tenure." - (faculty member employed at WSU less than ten years). 
The above comments indicate a feeling of alienation both from the respondents' de-
partments and from the administration. Such feelings may partially explain why 76 percent
of the women stated they had considered leaving the university. 
The respondents identified the following as major reasons for considering leaving: 
1. Better academic opportunities (15) 
2. Better work environment (14) 
3. Better salary (12) 
4. Better administration (7) 
5. Better equity (6) 
6. More flexible work schedule (5) 
 7. Better location (5) 
 8 Better position (4), and
 9. More advancement (3) 
What can be done to increase the number of women in candidate pools  
for positions?
In the Task Force survey, women faculty were asked what could be done to increase the
number of women in candidate pools for positions. Fifty-nine replies were given. While
there were a great many suggestions, the most prominent ideas could be divided into the 
following groups: 








     
  
  
   
    
   
 
 















• Promotion (mentioned 8 times) 
• Search committees (mentioned 8 times), and 
• Institutional commitment (mentioned 6 times).
A. Recruitment and Advertising 
The following were typical comments from faculty women about the recruitment 
process: 
•"WSU has to be aware of the changing society [and] pay attention to opportunities where 
couples are looking for jobs. One departmentmay be actively searching. Other departments 
should create positions for particularly strong candidates' partners. Make offer that's not
insulting. Women don't just follow the men; they want challenging jobs and respect too." 
(faculty member employed less than ten years at WSU). 
• "Help couples with dual careers. While mentoring professional graduates in training, encour-
age them to think of academic careers. Consider women educated here as possible candidates 
for faculty slots." Personal interview.
• "Make the positionsfit the female lifestyle. No matter whatbusiness people may say or think, 
women in our culture have a different lifestyle dictated by family. The job marketmust come 
to recognize this [or our] culture will continue in its present upheaval." - (faculty member 
employed less than ten years atWSU). 
These responses indicate that the university needs to find more innovative methods of
recruiting. At the same time, there needs to be a revision in thinking about recruiting and even
job definition itself. Traditional methods have not proven effective, due in part to the greater
number of two-career families and the changing needs of women in our society. 
Concerning recruitment and advertising, respondents made several specific suggestions 
on how the university might attract more women, as follows: 
• Advertise in more journals that target women readers. 
• Recruit actively at graduate schools. 
• Recruit at Ph.D. schools which have a higher proportion of women in programs. 
• Recruit more from nontraditional sources. 
• Consider women already working at WSU. Encourage women graduates to apply for 
WSU instructor and assistant professor positions. 




• Encourage women and minorities to apply by making more contacts through personal
networks.
• Seek women actively by letters to schools that have Ph.D.'s in selected fields. 
• Target disciplines where the pool of women is larger so the overall number of women 





   
       
       
  
     
  
     
    
 




   
 
   
  
     





    
 
 
     
B. Promotion 
Better recruiting alone will not solve the problem. A necessary part of successful 
recruiting is showing potential applicants that women are valued at the university. This 
cannot be accomplished without promoting women already at the university and making them
visible to candidates. This is clear from the comments of women faculty on how to attract more
women candidates: 
• "Women are particularly sensitive to hypocrisy -- and will avoid places that say one thing and 
do another." - (faculty member employed less than ten years at WSU). 
• "Hire women and allow them to work up. Stop . . . hiring . . . females for lower positions just
to make it appear as though we have plenty of women." - (faculty member employed less than
ten years at WSU).
• "Promotemore womento leadership positions." - (facultymember employed less than ten 
years at WSU).
• "Be able to give them [candidates] assurances that they will getobjective consideration for 
positions.We need toshow a track record internally for nurturing/promoting women thatare 
here." (faculty member employed more than ten years at WSU). 
• "Establish areputation thatwomen getfairevaluations.Recognize the assets and contribu-
tions of women." -Personal interview.
• "Support!! Provide access to administrative positions, provide real help . . . like men do for 
each other." - (faculty member employed more than ten years at WSU). 
• "[Have] more females higher up in administration (no female department chairs in some
schools or colleges). I don't think diversity (gender, ethnic, sexual orientation) is genuinely 
valued." - (faculty member employed more than ten years at WSU). 
• "Show that WSU is supportive to women and committed to retention, promotion, and tenure, 
etc. of women. I would like to knowthe number of women tenured as opposed to men at
WSU." - (faculty member employed less than ten years at WSU). 
By taking effective action to promote more women, Wright State can develop a national
reputation for being a champion of women. Once this goal is accomplished, recruitment
problems will cease, because women will be eager to be hired here. 
C. Search Committees 
The survey results also indicate that women's views are underrepresented on search 
committees. Of the 72 women responding to a question about whether they had served on a
search committee, 31.9% (23) noted they had never served. More importantly, those who did
serve felt in many cases they were tokens. 
Typical of the responses are the following: 
• "There should be morethan one woman on each search committee and women shouldchair
search committees. Women favor institutionswhere women are obviously valued and are 
visible." - Personal interview.
• "The Office of Equal Opportunity does not watch the searches closely enough. There needs to
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be an awareness of the mix in the candidate pool and [they] should look carefully when the 
number of women in the pool is low. There is also age discrimination. Some members of
search committeesasked about a candidate's age." - Personal interview.
•	 "Although women were included in [the] final pool, they were evaluated differentlyand ex-
cluded in the final vote." - (faculty member employed less than ten years at WSU).
•	 "We must be convinced asasearch committee thatthose who hold the purse stringsare serious 
about hiring women and minorities after we bring them to campus." - (faculty member em-
ployed less than ten years atWSU).
•	 "I have never been asked to be on a search committee." - (faculty member employed more than
ten years at WSU). 
•	 "[There should be] women on search committees -- other than as just the single, junior, token 
female." - (faculty member employed less than ten years at WSU). 
Survey respondents' suggestions for improving the faculty search process included the 
following: 
• Instruct all search committees to observe proper protocol and monitor their performances.
• Publish data on women who applied.
• Appoint more women to chair searches. 
• Assign a person on each committee to advance the goal of ensuring that larger numbers
of women apply.
• Ensure fair representation of women on search committees. 
• Ask Women's Studies program to provide committee members for searches in which senior
faculty women otherwise are not available. 




• Require departments where women are underrepresented to provide an action-

oriented recruitment plan. 

D. Institutional Commitment 
Adopting the above measures, as well as others recommended by the Task Force, will show
an institutional commitment by the university to women that many faculty women feel is now
lacking. As was noted earlier, a number of women felt the university lacked true 
commitment to women. Typical of the responses received are the following comments: 
• "[The university needs] [t]o have prominentmale administrators really listen to and seek 
opinions ofwomen faculty and be certain that the whole university community knowsthis! 
(Instead they make usaware of the token women and minorities on various committees)" -
(faculty member employed more than ten years at WSU).























(faculty member employed less than ten years at WSU). 
•"The university needs to show in a tangible way that it supports female studies and a female 
perspective. I see a generalized negative attitude toward women faculty at Wright State. We 
are seen as second-tier professionals. Our unique perspective is devalued by those in power po-
sitions, predominantly male." - (faculty member employed more than ten years at WSU). 
•"[The university should] [c]hange the perception that it is harder for women than men to 
succeed at WSU (women judged more strictly than men with regard to publications, need for
employment, stability in job, etc.)." - (faculty member employed less than ten years at WSU). 
•"[There needs to be] [a] greater commitment to advocating women - women are often used as 
tokens - which can actually hinder - since it [tokenism] places unreasonable demands on the 
women [who] . . . are rarely rewarded." - (faculty member employed more than ten years at
WSU). 
E. Other Comments
There were seven of 59 women who disagreed with the views listed above. Comments
in this context were as follows: 
•"I don't think there's anything we can do at this level -- the problem starts in grade school, 
and needs to be addressed there or sooner." - (faculty member employed more than ten years at 
WSU). 
•"I have felt that WSU does about all that can be done. With a limited number of women 
Ph.D's, it's hard to attract them to a metropolitan university in southern Ohio." - (faculty 
member employed more than ten years at WSU). 
•"The university should not take a woman with lower qualifications just to hire another 
woman. It does not establish an environment which welcomes other women who are qualified. 
Hire competent people who are women. We don't need poor role models." - Personal inter-
view. 
•"[I] [c]an't comment re: other departments. Ours has drawn great numbers of women appli-
cants." - (faculty member employed more than ten years at WSU). 
What can be done to increase our probability of succeeding in hiring  
women into the ranks of the faculty? 
The Task Force survey asked women faculty what could be done to hire more women into
faculty ranks at WSU. Fifty-two replies were given. Of them, the greatest number listed
"institutional commitment" and "better search committees." Briefly, the most commonly 
mentioned suggestions were as follows:
• Greater commitment to equity, including salary and promotion, for women faculty (23)
•  Better search committees - (10) 
•  More willingness to accommodate family needs - (5) 
•  More women in hiring positions - (5) 
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• More support for women - (3) 
• More flexibility in tenure requirements - (2), and 
•More opportunities for mentoring (2) 
These suggestions are discussed under the following three headings. 
A. Institutional Commitment 
If the university has an image of being receptive to women, of treating women fairly, and
of giving more than lip service to promoting and hiring women, more women will be interested
in applying for, accepting, and keeping jobs. 
The following quotes, taken from personal interviews, were typical: 
•" . . . If WSU really wants women, women can be found and hired but this concept has to be 
actuated at the departmental level. Also look at how few powerful women deans, chairs, full
professorsthere are - the picture presentsa realistic view of howWSU appears to candidates." -
Personal interview.
• "(The university should] make the candidates feel really welcome. Faculty should spontane-
ously seek out the candidatesand encourage themwhile they are in the interviewing stage. If
there are a number of women in the department make it known." - Personal interview.
• "(WSU should] [i]dentify good students and start themin career workshops thatdealwith
academics, professional development. Contactschools that have a significantnumber of
women on the faculty and ask whatthey did to increase the number of women. Deans and 
chairsof clinics need toget the wordout that they really want women on their staff". -Per-
sonal interview.
• "(There should be a] strong commitment (not lip service) by administration to increase (the 
percentage] of women hired. - (We need] [c]onsciousness raising!" - (faculty member employed 
less than ten years at WSU). 
These comments, as well as those quoted previously, show clearly that one of the major
factors in attracting and keeping women is a strong and genuine university commitment to
women.
B. Better Search Committees 
Suggestions about search committees cited previously as ways to ensure fair treatment of 
women candidates apply also to the hiring of more women. Here are some added comments:
• "[Theyshould] [p]utmore than a token woman on each search; it is tough being the lone
 
voice." - (faculty member employed more than ten years at WSU). 

•"My department has been successful in hiring women. The department helps significant
others findemployment. When acandidate arrives, the search committee asks what it will take
to get them here. If it is getting a significant other employment, then do it." - Personal inter-
view.








    
   
  
   
    
     
    
 
   
   
   
   
      
  
      









                                              
lifestyle without being patronizing..." - Personal interview.
C. Accommodation of Family Needs 
The issue of accommodating families and adjusting employment demands to the 
realities of women's lives was mentioned quite often in response to several questions on the 
survey. While women do not want preferential treatment, the reality is that the demands on
women are often different from those on men. To take the most obvious example: rarely will a 
man be forced to curtail or modify his career due to the demands of childrearing. Yet, for 
women, dealing with these choices is an everyday dilemma. 
These concerns are frequently on the minds of female faculty, as shown by the following
comments:
• "Our needs are different but our work is top quality. Our different values shouldn't interfere 
with promotion." - (faculty member employed less than ten years at WSU). 
• "[I would like] a perspective on two-worker families that looks at flexibility in working over 
time rather than production per se in a 2-4 yr. time period." - (facultymember employed less
than ten years at Wright State).
• "We need flexible maternity/paternity leave. There needto be some changesto accommodate 
those faculty who are primarychild- or elder-care providers. Usually there is onlya choice of
family or job. We need someflexibility to accommodate these demands." - Personal interview.
• "Women rarely enter their careers with the terminal degree as most men do. Women are 
always playing catch up to rules established by men. Employers must come to recognize that
men and women follow different lifestage patterns. These patternsare . . . important to our 
cultural survival..." - (faculty member employed less than ten years at WSU). 
• "In my experience so far, WSU seems to be fair in its treatment of women. However, Iam .. . 
concerned with the problems associated with maternity leave and howthatwill affect promo-
tion. How many women at WSU have ever gotten tenure early as compared to men?" -
(faculty member employed less than ten years at WSU). 
• "Frequently, women without families or wanting to start families are not viewed as viable 
candidates. The fact thatwomen trained hereare rarely hired here speaks volumes." - Personal
interview.
The respondents offered numerous suggestions on how to structure employment 
requirements so that the family needs of women as well as men could be better accommodated.
Among the suggestions were: 
•More flexible tenure-track positions 

•A "stop-the-tenure-clock family leave" 

•Free child care, or child-care assistance 

•Evening child care 

•Help with job placement for partner. 

Implementing the above policies would certainly assist the university in attracting and





















hiring women. Moreover, such steps would be equally important in improving conditions
for employees already at the university. 
What steps can be taken to ensure that more women are nurtured for 
administrative positions in the university? 
The Task Force survey asked women faculty what steps could be taken to ensure more 
women are nurtured for administrative positions in the university. Forty-three women 
responded. Some women made more than one suggestion. Of the 52 suggestions received, 
the greatest number (23) listed mentoring, networking, and leadership training as ways to
train more women for administration.
Among the suggestions were the following: 
• Allow quarterly leaves for women to serve as research fellows for a university vice 
president or president. 
• Provide more management training to women. 
• Provide more access to administration on a provisional basis ( e.g., high visibility task 
forces). 
• Help women to identify their career goals and to recognize the way to attain certain 
positions. 




• Improve internal research support, e.g., grants for women faculty. 
• Start an internal professional development program for women. 
• Provide better mentoring and networking from the start of employment. 
• Actively encourage women to enter administration. 
A. Women Faculty's Comments on Mentoring 
Mentoring was felt by many women to be an important issue. Of the 74 women re-
sponding to a question about mentoring, almost half (35) stated they had no mentor at the 
university. Of the 39 women who had a mentor, six said their mentors had not promoted
their activities to the rest of the faculty and had not supported their advancement. 
Some illustrative comments about this issue are as follows: 
• "I experience a great sense of isolation as a woman. Do other WSU women feel the same 
way?" - (faculty member employed less than ten years at WSU). 
• "There should be pressure on women and men to mentor possible candidates for administra-
tion. This is not a woman issue. At least teach the ropes to new faculty members." - Personal 
interview. 
• "Link women with those in administration who value mentoring." - Personal interview. 
• "Supervisors could identify women with potential for administration and encourage them. 
13 
   
  
   
    
 
  
   
  
        
 
 
   
 
    
    
      
    
   
  
   
  
     
   
  
   
 
   
   
   
   
 
 
Mentoring is the best approach." - Personal interview.
B. Women Faculty's Comments on Making Promotion an Institutional Goal 
Points mentioned next most often (18 times) were that supporting and promoting women 
are presently not institutional goals. One of the comments made most frequently was that for 
women to be promoted into administrative positions, they must first be promoted at all levels. 
Further, promotions must be meaningful, not mere tokenism. Indicative of the female 
faculty's feelings on these points are the following comments: 
• "If the administration is aware of the problems women face, it should openly address the 
problems and give women fairopportunities. There are outstanding women here atWSUand 
they do more than they get credit for. Men are in leadership roles so they frequently get credit
for the work done by women." - Personal interview.
• "The worst hypocrisy is that of promoting women into leadership. I have served on more 
committees than most men in my department, usually after being appointed. However, Iam
never asked to chair these committees. Asa result, I do not getthe chance to practice or learn 
leadershipskills. In fact, I know andammade to feel that I am the tokenfor appeasing the
administration. I got the message! Be nice, smile, don't say much." - (faculty member em-
ployed more than ten years at WSU). 
• "I had to raise [the question] of promotion with my chair. Iwonder how long Iwould have 
waited for him." - (faculty member employed more than ten years at WSU). 
• "Until we get more women in the associate and full professor [positions], we won't have 
women chairs and deans." - (faculty member employed more than ten years at WSU). 
• "I don't think itwill happen with this administration. Theymake promisesand do superficial/
harmless things, but don't follow through with actual promotions - an observation in the case 
of several 'promising' women on this campus." - (faculty member employed more than ten 
years at WSU).
• "Quit filling in the grunt ranks with 58% women and try establishing a 58% female Professor 
rank." - (faculty member employed less than ten years at WSU). 
• "[The university should] [a]ccept that women: . . . may have a differentstyle, though be as, if
not more effective." - (faculty member employed more than ten years at WSU). 
• "Educate men that it is 0.K to relinquish their power and to be more cooperative with their 
colleagues rather than competitive." - (facultymember employed less than ten years at WSU).
• "Hire [women] . . . ! Supportmore faculty development too but make sure well-prepared 
women aren't underemployed." - (faculty memberemployed more than ten years at WSU). 
• "The upper administration must undertake this [nurturing] by promoting women." - (faculty
member employed more than ten years at WSU).
• "Male managers should have some 'awareness' training toensure they are aware ofsubcon-
scious prejudices." - (faculty member employed less than ten years at WSU).
• "[There should be] [i]nternal research support (eg., grants) for women faculty . . . [They 














    
 
    
      
  
     
      
     
  
ployed less than ten years at WSU). 
•"[They should] [e]ncourage women to apply first of all and second, sensitize male administra-
tors to the gifts women bring." - (faculty member employed less than ten years at WSU). 
From the above comments, it is clear that promotion of women must be an actual, 
sincere goal of the university in order for meaningful strides to be made. 
C. Other Viewpoints 
As with other areas of the survey, there were women who felt nothing more is needed to
prepare women for administration. Specifically, these responses were as follows: 
•"Dr. Hathaway has helped me greatly by providing several sources of education (books, train-
ing programs, etc.) to prepare me for higher administration." - (faculty member employed more 
than ten years at WSU). 
•"I object to the implication that women need to be 'nurtured' at all. WSU can 'nurture' 
women by doing whatever is done to 'nurture' males for these positions." (faculty member
employed less than ten years at WSU). 
•"I don't think women should be 'nurtured.' I resent the term. If there is administrative 
talent, it will surface." (faculty member employed more than ten years at WSU). 
TASK FORCE EVALUATION OF UNIVERSITY STAFFING PATTERNS IN 
LIGHT OF WOMEN FACULTY'S PERCEPTIONS 
As the preceding pages show, the Task Force discovered during its work that women
faculty are, for the most part, dissatisfied with the way they are treated at Wright State. Our
survey respondents frequently described lack of support, an environment that was indifferent 
or inimical to their professional development, and difficulty in getting recognition. The Task 
Force therefore looked at staffing, promotion, tenure, and salary to see if these vital aspects of 
academic life would corroborate women faculty's perceptions'.
The results of an examination of staffing point to a dramatic under-representation of 
women in the ranks of tenured faculty. Consider, for example: 
• The percentage of tenured faculty who are women has remained constant at 17% since
1987 (see Appendix A). 
• The College of Engineering and Computer Science had no tenured women faculty 
I The data in this section were derived from three sources. The first source was a questionnaire sent in May of 1992 to
the deans of all Wright State tenure-granting colleges (Department/College Faculty Information Sheet). The
questionnaire gathered information from 1987-1992 on the tenure status of the men and women in each department and 
the tenure and promotion decisions at the department and college level for those candidates who terminated the process
before the university level. The second source of information was a breakdown by candidate of the promotion and tenure
votes reaching the University Promotion and Tenure Committee. These documents covered 1990-1992 and were supplied 
by the Office of Academic Affairs (Tables 10 and 11). The Task Force asked for but did not receive documentation for 
the years 1987-90. In addition to the department, chair, college, dean, and university votes, the office of Academic 
Affairs provided the Task Force with the gender of each candidate. The School of Medicine and the School of Profes-



















during the years 1987-1992 (the five-year study period). 
•In the College of Science and Mathematics, there was a reduction of 14% among 
tenured women faculty during the study period. This loss resulted from a reduction of
one female faculty member. 
•Even though the last several years have been a period of recision, women have not fared
equally in the tenure process. The College of Science and Mathematics added six 
tenured males during the study period and lost one tenured female. In the College of
Engineering and Computer Science, the three faculty who were promoted or tenured were 
male. In the College of Education and Human Services, the number of male tenured 
faculty increased by three, while the number of female tenured faculty increased by only
one.
•The number of untenured women increased by only one in the College of Engineering and 
Computer Science, but did not increase in the College of Education and Human Services,
and decreased to 0 on the Lake Campus, indicating that a very small pool or no pool 
exists in these colleges from which to promote women faculty. 
•Fifteen academic departments at Wright State had no tenured women on their faculties;
six departments had no women in tenure-track positions. 
•There were no tenure-track women at all on the faculties of Mechanical and Material 
Engineering, Electrical Engineering, Physics, Geography, Philosophy, and Computer
Science and Engineering. 
•Ten departments saw a decrease in percentages of tenured women faculty: Management
Science, History, Communication, Music, Social Work, Teacher Education, Biological 
Sciences, Chemistry, Mathematics and Statistics, and Psychology.
STAFFING AT WRIGHT STATE IN LIGHT OF STAFFING AT OTHER COM-
PARABLE UNIVERSITIES 
In all Category IIA universities including Wright State, the percentage of women 
faculty decreased as rank increased.' However, Wright State had a much lower percentage of
female professors (10%) and associate professors (18%) compared to percentages in the same
ranks nationally (14% and 28%) (Appendix A, table 9; and figure 1). Further, there is little
possibility that, without women in the pipeline, the situation can soon be remedied. The
percentages of women assistant professors (41%) and instructors (61%) at Wright State are as 
high or higher than at other Category IIA institutions. These data may produce false hope, 
however, since only in rare instances are instructors promoted and, as will soon be shown, 
women assistant professors at Wright State are less likely than their male colleagues to be 
tenured and promoted. 






    
 
THE NEGATIVE IMPACT OF THESE STAFFING PATTERNS 
The Task Force believes these staffing patterns evident during the five year period 1987-
92 negatively affect the quality of education students receive at Wright State. In 1991, 53% of 
all students at Wright State were women, while only 26% of the entire faculty were women
(Appendix A, Tables 1 and 8)3. A comparison of the percentages of women students and 
women faculty by college shows that all colleges except one (the College of Nursing) had a 
low women-faculty-to-women-student ratio. Women students in these colleges lack women 
role models and also the support networks comparable to those open to men. Male students 
lack exposure to women professionals in their intended fields. Moreover, women faculty are
overburdened by students' needs--for women advisors and mentors. Since women students are 
enrolling at Wright State in ever-increasing numbers, and their needs can be expected to 
grow, this situation can only deteriorate unless changes in hiring, tenuring, and promotion are 
made. 





Figure 2 compares the percentages of women undergraduate students, women graduate
students, and women faculty in all colleges and in the entire university. 
Figure 3 shows changes in the percentage of women students and in the percentages of









TASK FORCE EVALUATION OF THE PROMOTION AND TENURE PRO-
CESS IN LIGHT OF WOMEN FACULTY'S PERCEPTIONS (Appendix B) 
Corroborating women faculty's responses to the Task Force questionnaire, the Task Force 
found that promotion and tenure actions at all levels produce disproportionate outcomes for
tenure-track women at Wright State. Already in short supply, women are nevertheless denied 
tenure at a much higher rate than are their male colleagues (Appendix B). 
University-level data (Appendix B, Tables 10-12) are of limited value in assessing 
promotion and tenure inequities because the most important promotion and tenure decisions 
typically occur at lower levels and are reflected and affirmed at the university level. 
Nevertheless, even at the university level, women at Wright State were disproportionately 
denied promotion and tenure. For example: 
•During the two years from 1990-92, four of nine (44%) women applying for promotion
and tenure to associate professor were turned down whereas only four of 26 (15%)
men applying were denied. 
•Women faculty constituted 25% of all applicants for promotion and/or tenure, but 
received 36% of all denials; men (75% of applicants) received 64% of all denials. 



















   
   
    
 
At the college level (Table 13) women faculty were also disproportionately denied a 
recommendation for promotion and tenure, both those who continued to the university level 
and those who terminated their candidacy. In the absence of official record-keeping on those 
who did not continue to the university level, college and departmental data responses contain 
the unofficial recollections of those who completed the Department/ College Faculty 
Information Sheets. According to these sources: 
• From 1990-1992, of those candidates who continued to the university level in their pursuit
of promotion and/or tenure, women received a lower percentage than men of unanimous yes 
votes from the college committee. 
• Women likewise received a lower percentage of yes recommendations from the dean. 
• Four of the 7 denials for promotion and tenure who withdrew at the college level were
women (see Table 13B). 
• From 1987-1992, of those candidates who were denied tenure and/or promotion at the 
college level and terminated their candidacy, women were disproportionately
represented. Of the 18 college-level denials, 8 (44%) were women. 
At the department level (Table 14A), Task Force sources indicate women who continued
to the university level were not supported as strongly by their departments as were men. 
•From 1990-1992, of those candidates who continued to the university level in their pursuit
of promotion and/or tenure, women received a lower percentage than men of unanimous yes
votes from department committees. 
•Women likewise received a lower percentage of yes recommendations from the chair.
Approvals
The record of approvals for promotion and/or tenure also demonstrates gender differences
(Tables 10-13). During the two years surveyed, approvals for women decreased as rank
increased from assistant to full professor. 
•Women received only 19% of promotions with tenure to associate professor. 
•Women received only 9% of all promotions to full professor. 
Promotion and tenure actions at the departmental, college and university levels are 
bottlenecks for women's academic careers at WSU. In particular, it is alarming that 
women were denied promotion to the associate level with tenure at a 44% rate whereas men
were denied at only a 15% rate, nearly one-third as frequently. Of perhaps even greater
alarm, only 9 women came up for promotion to the associate level with tenure as compared to 26
men. Of equal concern, women represented 4 of the 7 candidates (57%) who withdrew their
candidacy at the college level after being denied promotion and tenure (see Table 13B).
Since promotion to the associate level with tenure is the accepted entree to an academic career, 
women at Wright State University are clearly far from equal in this crucial stage of their 
professional development. 
20
FACULTY SALARIES (APPENDIX C: TABLE 15) 
Average WSU faculty salaries by rank and gender were compared with average fac­
ulty salaries at all USA public universities in Category IIA (comprehensive universities) 
during the 1991-92 academic year. The following are major findings: 
•At the national level, average salaries for women faculty were 95% of those for men; 
at WSU average salaries for women were only 91% of those for men. 
•At the national level, faculty women received salaries averaging $2,015 less than those 
of faculty men (range $1,910 to $2,160 less than men in the same rank); at WSU 
women were paid an average of $3,925 less than men (range $2,200 to $6,500 less than 
men in the same rank). 
•The greatest disparities between men's and women's salaries at WSU were at the 
associate professor and full professor ranks. At the associate professor level, male 
faculty receive a $45,300 average salary compared with women's average salary of 
$41,200. At the full professor level, male faculty receive an average compensation of 
$60,000 compared with female faculty who receive an average salary of only $53,500! 




   
     
   











   
    
    
 
Conclusion 
The data in this section of the report indicate a need for an increased number of women
faculty in tenure-track ranks, action to address the high rates of denial for promotion and tenure 
of women faculty, and improved salaries for faculty women. The Colleges of Business and 
Administration and Science and Mathematics appear to be implementing a program of hiring
women, but their numbers are yet too small to have a significant impact on the overall status of
women. The trend showing increases in the number of untenured women faculty indicates 
potential change, but relatively low salaries and barriers in the college and university level 
promotion and tenure process suggest that little improvement is possible at higher academic 
ranks under the current system. Especially at college and university levels, there appears to be
insufficient support for faculty women's advancement from assistant professor to tenured
associate professor and for pay equity at all ranks. 
SURVEY RESULTS (UNCLASSIFIED STAFF) 
Promotional Opportunities 
A. Operation of a "Glass Ceiling"
According to the women unclassified staff members surveyed, the lack of promotion 
opportunities is a major barrier to the advancement of unclassified women at Wright State 
University. 
A majority of those women responding to a question about advancement stated they had 
no opportunity to advance here. Unclassified women were asked whether they perceived a 
glass ceiling for themselves at the university. The 69 women who answered this question gave




1 - Don't know
The following comments were typical: 
"I have the credentials and a lot of on-the-job experience, but nothing has come my way and I
have let others know of my interest to advance" - (WSU employee more than ten years). 
"Administration needs to change its closed, 'good ole boy' attitude" - (WSU employee more 
than ten years). 
"I perceive an atmosphere saturated with silicon. It's not that advancement is possible only up 
to a certain point --- It is difficult at every level" - (WSU employee less than ten years).
"I see myself limited inpositions thatare 'acceptable' -- even with an advanced degree" - (WSU 
employee more than ten years). 




   
   










    
  
  
   




    
  




    
  
"Responsibilities have changed tenfold, pay and classification have not" - (WSU employee more 
than ten years).
"The attitude of male PhD's toward women, especially non PhD women is appalling. It's
almost worse than discrimination due to racism" - (WSU employee less than ten years). 
"Unfortunately -- higher education administration is still perceived as a 'man's' career field--
especially in this state" - (WSU employee less than ten years).
"In spite of the fact that WSU has good adherence to affirmative action legalities, white men still 
run the show!" - (WSU employee less than ten years).
"Mainly because the administration is predominately male" - (WSU employee less than ten 
years). 
Sixty-five women answered the question concerning whether they perceive a glass 
ceiling for others. They gave the following responses: 
49 - Yes
11 -No 
5 - Don't know
The following comments were typical:
"Just ratio of men to women in high positions shows definite male advantage" - (WSU employee 
less than tenyears).
"WSU reflects the larger society where women are helpers rather than leaders" - (WSU em-
ployee more than ten years).
"Verymale-dominated attitudes atWSU. Even businesses such as IBM have made great
 
advancements compared to WSU" - (WSU employee more than ten years). 

"Yes [I  perceive a glass ceiling for other women]. WSU does not promote from within! Espe-
cially in the administrative areas" - (WSU employee more than ten years).
"Top management is all men. Women of position are not given decision-making authority.
Women still provide men with the information and support. That is all" - (WSU employee
less than tenyears).
"There are women here who do very fine work -- they aren't supported or valued for their ef-
forts" - (WSU employee less than ten years). 
"There seemsto be more supportfrom departmentchairs (and several others) for male employees
than female employees" - (WSU employee less than ten years).
"There seems tobe no way toget ahead atWSU. I hear it from so many" - (WSU employee less
than ten years). 
"Female faculty salary raises are lower than male . . . no female [full] VP" - (WSU employee 
more than ten years).











"Dead-end positions -- women still doing the bulk of the work without reward . . . recognition 
or titles" - (WSU employee less than ten years). 
Salary data from the Wright State University Employee database system as of October 1, 
1991, tend to confirm the existence of a glass ceiling (see Figure 5). 
B. Reasons for Lack of Promotion 
The women surveyed were also asked whether they had an opportunity to be promoted. 
The women who felt they had not been promoted rapidly enough gave the following 
explanations of what they felt hindered them: 
1. Having nowhere to advance (mentioned 21 times), 
2. Having no support from supervisors and management (mentioned 9 times), 
3. Having a university freeze on job audits for reclassification (mentioned 4 times), 
4. Failure of superiors to acknowledge scope of responsibilities (mentioned 3 times), 
5. Politics (mentioned 2 times), 
6. Lack of degree (mentioned 2 times), and 












     
      
  









The lack of opportunities for advancement appears to be one reason why 53 of 85 women
responding had considered leaving Wright State. 
Asked what characteristics they would seek in a new work environment that is not at 
Wright State, twenty women listed opportunities for advancement or promotion. Other 
prominent responses were: higher pay (12), more concern for employees (6), proximity to 
home (4), support from boss or upper management (4), and better planning by management
(3). 
C. Other Viewpoints 
The few women who felt they had been promoted appropriately listed the following 
factors as having been helpful to promotion: 
1. Doing a good job (mentioned 4 times), 
2. Having supportive management or supervisor (mentioned 4 times), 
3. Being in the right place at the right time (mentioned 3 times), 
4. Having mentors in substantial positions (mentioned 2 times),
5. Accepting increased responsibilities (mentioned 2 times), and 
6. Having opportunities to work in high visibility positions (mentioned 2 times). 
There were women who felt there were no glass ceilings for themselves or other 
women at the university. As was stated earlier, 18 of 69 women did not perceive a glass 
ceiling for themselves, and 11 of 65 did not perceive a glass ceiling for other women at the 
university. Typical of these responses are the following comments: 
"No [I don't see a glass ceiling for myself because], my position is as 'high' as I want to get" -
(WSUemployee less than ten years). 
"No [I don't see a glass ceiling for myself because], I sense that Ihave chosen to limit myself --
due to lackofdegrees and additional certifications . . . based on personal decisions on howI
spend my time and energy" - (WSUemployee more than ten years). 
"I am content in this position and have no desire to work with another unit" - (WSU employee 
more than ten years).
Nurturing Women for Managerial Positions
One solution to the lack of advancement opportunities is to promote women already at 
the university. In this context, 55 women responded to a question asking how more women
could be nurtured for managerial positions. Briefly, the women surveyed made the 
following suggestions:
• Better managerial training (mentioned 16 times), 
• Better mentoring or networking (mentioned 9 times), 
• Improvements in male attitudes toward women (mentioned 7 times), 











• Greater institutional commitment to women (mentioned 5 times), 
• Better methods of recognizing female management qualities (mentioned 4 times), 
• Better ways of informing women of available positions (mentioned 3 times). 
Some illustrative comments were as follows: 
"1st - the university top level managers need to be more committed to or believe the university is
committed to placing more women in managerial positions" - (WSU employee for less than ten 
years). 
"If this is left up to the university men who hold the power and make the decisions, I see no 
[possibility for] improvement. What we need at WSU is a woman president" - (WSU em-
ployee more than ten years). 
"Women at WSU don't need [to be] nurtured so much as they need [to be] promoted. This is 
really a simple problem to fix. JUST DO IT" - (WSU employee for more than ten years). 
"Promote a few from within so more mentoring can take place" - (WSU employee less than ten 
years). 
"Take out the 'old boys.' Guide collegiate women into university business management" -
(WSU employee more than ten years). 
"Offer managerial training to interested women. No altering of rules to satisfy male supervisor 
decisions. Nurture a truly equal voice in decision-making process" - (WSU employee more 
than ten years). 
"This message has to be clear university-wide and it must come from the top down to be per-
ceived with any seriousness: women's skills/abilities/talents/competencies are valued/treasured 
here. Offer a leadership training program for female employees perceived to have management 
potential" - (WSU employee less than ten years). 
"There is a need to change male attitudes on this campus . . . Continue to support and enhance a 
mentor program" - (WSU employee more than ten years). 
"Give women the opportunity to be in substantial decision-making positions" - (WSU employee 
less than ten years).
Recruitment of Unclassified Women 
A. Increasing the Number of Women in Candidate Pools 
In the survey, women were asked how the university could ensure that a larger number of 
women appeared in candidate pools. As previously mentioned, nurturing women staff
members for managerial positions will increase the numbers of internal candidates. Similarly,
increasing the number of women in high ranking positions is likely to attract more women
applicants. However, more active recruitment of women for managerial positions is also 
needed, since the existing pool of women at the university may not always be sufficient to fill 
a particular position. 
The 53 women who answered this question made the following suggestions: 












     
  




    
 
   
   
     
  
 
   
     
  
   
    
     
   
 
    
  
•Interview women applicants who are qualified, not just any female applicant to keep up
appearances (mentioned 6 times) 
•Facilitate mentoring or networking (mentioned 6 times) 
•Change "good ole boy" attitudes (mentioned 5 times) 
•Recruit more actively (mentioned 5 times) 
•Stop having search committees composed mostly of males (mentioned 4 times) 
•Make it an institutional goal (mentioned 4 times) 
•Advertise aggressively, especially in women's publications (mentioned 3 times) 
•Promote from within (fewer national searches) (mentioned 3 times) 
•Give women better training and preparation (mentioned 3 times) 
Comments about the issue of increasing the number of women in candidate pools were
as follows: 
"This has to be made a goal as important as any other. It takes work and courage. Thishas to
be considered a significant part of what represents the 'best' candidate pools. People have to be 
willing to take the heat for interrupting searches and expanding pools. I don'tsee thathappening" -
(WSU employee less than ten years).
"Stop letting administrators give people their next higher positions. I think affirmative action 
could maintain a list of highly qualified women and work with the various administrators to
make certain there was fair competition" - (WSU employee more than ten years).
"Recruit us. Stop defining positions in male-only language which excludes women. See works 
by Mary Daley for help with this" - (WSU employee less than ten years). 
"Educate the administration as tohow tobeopen to all candidates and hold all supervisors to 
the rules of the institution with regards to employment - educate women as to safe means to
get and receive information when this is nothappening" - (WSU employee more than ten 
years).
"Ask women in the field to spread the word. Do not let lone white males choose a token female 
or person of color to interview. Any time committees are told who they will interview, the deck 
is stacked" - (WSU employee more than ten years). 
"If the VP's for the specific area set the standards and lead by example it will send a powerful 
message - perhaps deans and chairs need to do a little 'participative' management" - (WSU
employee more than ten years). 
"Howabout challenging part-time professional positions [with benefits] for women with small
children? Howaboutactively searching for qualified women and inviting them to apply - not
waiting for their applications to come in? Head-hunting!" - (WSU employee less than ten 
years).
"Make deliberate efforts to network outside the universityand be sure thatsearch committees


























                                         
B. Improvements to ensure that more women and minorities are brought in for inter-
views.
Although active recruitment is a necessary step for increasing the numbers of women in
management, recruitment alone will not solve the problem. Not only must women and minorities
be brought in for interviews, the selection process must also treat them fairly. 
In the survey, 47 of 85 women had served on search committees. Many women had 
suggestions about how to modify the search process or about how to ensure that more women
and minorities are interviewed. Some of their suggestions were as follows: 
•Make it an institutional goal 
•Network 
•Advertise in minority and women's publications
•Scrutinize system for hiring 
•Create fairer search committees 
•Provide better training/mentoring
C. Making the university a desirable place for women employees.
Recruiting women and improving the selection process are steps in the right direction. 
However, taking these steps will not completely solve the current problems. Aggressive 
recruitment will not attract women employees unless women see the university as a desirable 
place to work. In response to these issues, WSU unclassified staff were asked what advantages
Wright State offered them as women and what advantages they would like the university to offer 
them. 
Seventy-four women answered the question about what advantages the university 
offered them as women. Their responses can be divided into the following general groups: 
1.	 Little or nothing - (21), 
2.	 Free tuition or educational opportunities - (12), 
3.	 Women's organizations on campus - (9),
4.	 Same advantages as male employees - (8), 
5.	 Supportive or professional environment - (7), 
6.	 Flexible working hours - (6), 
7.	 Good benefits - (4), 
8.	 Opportunity to work around women who are supportive or who make a difference -
(4), 
9.	 Safe and clean environment - (3), 
10. Affirmative action hiring and office - (2), 




















12.	 Opportunity to attend workshops and seminars - (2), 
13.	 Opportunities for advancement - (2), and 
14. Proximity to home - (2). 
Most of the items mentioned are really gender-neutral. For example, free tuition is an 
advantage offered to both males and females. Moreover, consistent with the survey results on 
promotional opportunities, only two people mentioned opportunities for advancement as an
advantage offered by the university. 
When asked what advantages they would like the university to offer them as women, the 
63 women who answered gave these responses: 
1.	 Equal treatment or the same opportunities as are given to men in terms of salary and 
promotion - (13),
2.	 Opportunity to advance - (7), 
3.	 Opportunities for professional development, e.g., training and workshops - (7), 
4.	 Maternity/paternity leave -(7), 
5.	 Mentoring - (3), 
6.	 Commitment to supporting women - (3), 
7.	 Better pay - (3), 
8.	 Free infant or child care - (3),
9. Support or encouragement for career advancement - (2), 
10. Flexible hours - (2), 
11. Females in upper administration - (2), 
12. Support group of women to discuss work environment - (2), 
13. Sabbatical leave - (2), 
14. More involvement in decision-making - (2), and 
15. Pay equity study - (2). 
Typical comments about what women would like the university to offer them were as 
follows: 
"Mentoring, development opportunities, commitment, there isn't even a rhetoric for supporting 
women here" - (WSU employee less than ten years). 
"A very real chance to compete fairly for positions; don't give titles and/or positions without the 
university giving everyone the same fair chance. There are a lot of situations where certain 
persons have been GIVEN their director titles without any posting for the position" - (WSLI 
employee more than ten years). 
"Training in career advancement - open, honest treatment when promotions are available. 
29 
    
    
 





      
   
 
      
    
 
   






       
    
  
     
  
   
 
Despite all rules, regs, departments get to do what they please when promotion positions are 
available. No useful help is given. People don't know who to trust." - (WSU employee more 
than ten years). 
"Equal pay to men with similar titles and duties" - (WSU employee less than ten years).
"An open working atmosphere, equal participation in discussions, decisions" - (WSU employee 
more than ten years).
Offering the above benefits to women would have a positive effect in at least two 
ways. First, the work environment for women already at the university would be improved.
Second, if the university establishes a reputation for promoting women, more women will
apply for and accept positions at the university. 
D. Another View
Two women commented that the university was doing a good job of encouraging 
women and minorities to interview. The following comment represents this view: 
"I resent thatwomen need to be broken out separately -- as longas this continueswe will con-
tinue to be thought of as different" - (WSU employee more than ten years).
General Comments 
At the end of the survey, the women employees were asked for additional comments. 
"There are some harassment problems that need to be taken care of. Perhaps my negative per-
ceptions are internallygenerated. If they are commonly shared . . . then something is contrib-
uting to this atmosphere and itneeds to be dealt with" - (WSU employee less than ten years). 
"I cannot think of asingle woman who has any real power at Wright State. Women work hard 
and often have huge responsibilities, but no real authority to make decisions or set policy. 
They are all clearly subordinate to the male elite. Farther down the scale, women are locked 
into 'assistant' roles, with a few exceptions . . . " - (WSU employee more than ten years). 
"[There is] [m]uch inequity in job classification and requirements. Recently 'Post' advertised a
'CC' position requiring an MS and 2 'FF' jobs only requiring BS. Males seem to hold more of
these administrative jobs with higher ratings and fewer qualifications" - (WSU employee more 
than ten years). 
"There are times when I've felt that I've beenlooked down upon because of my desire to ensure 
enough time for my young children. I work in a position well belowmy skills and level of
expertise. I would still, however, like to be respected. I try to do a good job" - (WSU employee 
less than tenyears).
"WSUhasprovided me with the support and environment for growth Ineeded. My personal
experience has been very positive at WSU" - (WSU employee more than ten years).
"They never groom women to growand move up like they do men . . . I have a lot of ability and 




      
  
  
    
    















rarely offer anymore" - (WSU employee more than ten years). 
"Itseemsclear thatlayoffs were targetedinmany cases to women who had managed toadvance 
after playing 'the game' for many years. I do not trust current management to make any 
meaningful change" - (WSU employee less than ten years).
"In an office consisting of more than ten staff members, it would be nice if the office could have
more than 2 minority staff in the distribution. This would ease the tension of alienation and 
intimidation that might arise" - (WSU employee less than ten years). 
Recommendations 
Based on the matters outlined above, the Task Force makes the following recom-
mendations: 
1.	 The designation "Women in the Academy" includes women faculty, unclassified 
staff, classified staff, and students. Each of these groups has its own status, and the
status of each group affects the others. Further efforts of the university in addressing
gender equity should reflect this fact. 
2.	 Establish a permanent task force with subcommittees to monitor the following issues
for faculty and unclassified staff: 
a.	 pay equity, 
b.	 tenure equity, 
c.	 hiring practices, and 
d.	 promotion practices; 
3. Place data in the library on: 
a.	 salary rates for males and females, with identification of specifics so that equity 
comparisons can be made, 
b.	 tenure rates and timetables for male and female faculty, with identification of 
specifics so that equity comparisons can be made, 
c. the criteria now used by departments to decide raises, promotions, and tenure issues;
4. Require departments to publish criteria for raises and promotions, and, for faculty, 
tenure decisions; 
5.	 Establish a reporting or tracking system to ensure that objective criteria are being
followed in all employment decisions and that exit interviews are conducted with all
departing employees; 
6.	 Create a formal mentoring process through which persons in administration and/ or 
each department are linked with persons who wish to be mentored; 
7. Revamp the search committee process to: 











b. require that half of all search committees be chaired by women, 
c. require that departments in which either women or minorities are 
underepresented readvertise and not interview until women and/or minority 
candidates are adequately represented in the candidate pool, and 
d. establish objective search criteria and protocol; 
8. Institute measures to benefit women and men, such as: 
a. family leave, 
b. "stop the tenure-track clock" policy during family leave, 
c. part-time employment with benefits for men and women, 
d. partner placement,
e. inclusion of partner benefits; 
9. Promote management training for women; 
10. Place women on high visibility committees; and 
11. Develop a plan to achieve gender-equity with a regular review of progress. 
Appendix A: Faculty Statistics (Tables 1-9) 
Appendix B: Promotion and Tenure (Tables 10-14) 
Appendix C: Faculty Salaries (Table 15) 













     
     
     
        
        












Wright State University FULL-TIME FACULTY by College 
Tenured Untenured Total TenTrack Non TenTrack Grand Total 
COLLEGE Men
LIBERAL ARTS 
Women % Men Women % Men Women % Men Women % Men Women % 
87-88 79 21 21% 12 10 44% 91 31 25% 8 3 27% 99 34 25% 
88-89 77 21 21% 17 15 46% 94 36 27% 7 6 46% 101 42 29% 
89-90 77 20 21% 21 17 44% 98 37 27% 5 9 64% 103 46 31% 
90-91 77 22 22% 18 16 46% 95 38 28% 6 12 67% 101 50 33% 
91-92 78 23 23% 18 16 47% 96 39 29% 4 8 67% 100 47 32% 
4Ave 78 21 22% 17 1 
ENGINEERING AND COMPUTER SCIENCE
46% 95 36 27% 6 8 56% 101 43 30% 
87-88 25 0 0% 24 1 4% 49 1 2% 7 3 30% 56 4 7% 
88-89 24 0 0% 25 1 4% 49 1 2% 11 4 27% 60 5 8% 
89-90 26 0 0% 30 2 6% 56 2 3% 7 4 36% 63 6 9% 
90-91 28 0 0% 29 3 9% 57 3 5% 5 4 44% 62 7 10% 
91-92 28 0 0% 28 2 7% 56 2 3% 5 3 38% 61 5 8% 
Ave
NURSING 
26 0 0% 27 2 6% 53 2 3% 7 4 34% 60 5 8% 
87-88 0 5 100% 0 4 100% 0 9 100% 0 13 100% 0 22 100% 
88-89 0 5 100% 0 7 100% 0 12 100% 0 10 100% 0 22 100% 
89-90 0 5 100% 0 13 100% 0 18 100% 0 6 100% 0 24 100% 
90-91 0 6 100% 0 16 100% 0 22 100% 0 0 0% 0 22 100% 
91-92 0 6 100% 0 15 100% 0 21 100% 0 0 0% 0 21 100% 
Ave 
S C I E  N C E
0 
A N D
%5 100% 0 11 100 
 M A  T H E M  A T I  C S
0 16 100% 0 6 100% 0 22 100% 
87-88 75 7 9% 28 5 15% 103 12 10% 4 7 64% 107 19 15% 
88-89 75 7 9% 32 6 16% 107 13 11% 6 5 45% 113 18 14% 
89-90 77 7 8% 32 9 22% 109 16 13% 6 5 45% 115 21 15% 
90-91 78 7 8% 30 12 29% 108 19 15% 7 4 36% 115 23 17% 
91-92 81 6 7% 25 12 32% 106 18 15% 5 4 44% 111 22 17% 
Ave
LAKE CAMPUS 
77 7 8% 29 9 -23% 107 16 13% 6 5 47% 112 21 16% 
87-88 16 1 6% 7 1 13% 23 2 8% 1 0 0% 24 2 8% 
88-89 12 1 8% 8 3 27% 20 4 17% 1 0 0% 21 4 16% 
89-90 12 2 14% 9 1 10% 21 3 13% 1 0 0% 22 3 12% 
90-91 12 2 14% 11 0 0% 23 2 8% 0 0 0% 23 2 8% 
91-92 16 2 11% 7 0 0% 23 2 8% 0 0 0% 23 2 8% 
Ave 14 2 11% 8
BUSINESS AND ADMINISTRATION 
1 11% 22 3 11% 1 0 0% 23 3 10% 
87-88 47 2 4% 11 1 8% 58 3 5% 2 3 60% 60 6 9% 
88-89 45 2 4% 15 3 17% 60 5 8% 1 5 83% 61 10 14% 
89-90 43 2 4% 14 4 22% 57 6 10% 4 7 64% 61 13 18% 
90-91 47 3 6% 9 6 40% 56 9 14% 5 6 55% 61 15 20% 
91-92 49 4 8% 8 7 47% 57 11 16% 8 4 33% 65 15 19% 
1Ave 46 3 5% 1
EDUCATION AND HUMAN SERVICES
4 27% 58 7 11% 4 5 56% 62 12 16% 
87-88 18 16 47% 5 6 55% 23 22 49% 4 2 33% 27 24 47% 
88-89 18 17 49% 5 7 58% 23 24 51% 4 3 43% 27 27 50% 
89-90 20 18 47% 4 6 60% 24 24 50% 3 3 50% 27 27 50% 
90-91 20 16 44% 4 8 67% 24 24 501 4 2 33% 28 26 48% 
91-92 21 17 45% 3 6 67% 24 23 49% 3 4 57% 27 27 50% 
Ave 19 17
UNIVERSITY TOTALS 
46% 4 7 61% 24 23 50% 4 3 441 27 26 49% 
1987-88 260 52 17% 87 28 24% 347 80 19% 26 31 54% 373 111 23% 
1988-89 251 53 17% 102 42 29% 353 95 21% 30 33 52% 383 128 25% 
1989-90 255 54 17% 110 52 32% 365 106 22% 26 34 57% 391 140 26% 
1990-91 262 56 18% 101 61 37% 363 117 24% 27 28 51% 390 145 27% 
1991-92 273 58 17% 89 58 39% 362 116 24% 25 23 48% 387 139 26% 
Ave 260 55 17% 98 48 33% 358 102 22% 27 30 53% 385 132 26% 













BUSINESS & ADMINISTRATION FULL-TIME FACULTY by Departments 
Wright State University 
Tenured Untenured Total TenTrack Non TenTrack Grand Total 
Men Women % Men Women % Men Women % Men Women % Men Women % 
ACCOUNTANCY 

87-88 10 1 9% 1 0 0% 11 1 8% 0 1 100% 11 2 15% 

88-89 8 1 11% 3 0 0% 11 1 8% 0 2 100% 11 3 21% 

89-90 8 1 11% 3 0 0% 11 1 8% 0 2 100% 11 3 21% 

90-91 9 1 10% 1 0 0% 10 1 9% 1 1 50% 11 2 15% 





87-88 10 0 0% 2 0 0% 12 0 0% 0 0 0% 12 0 0% 

88-89 8 0 0% 4 1 20% 12 1 8% 0 0 0% 12 1 8% 

89-90 8 0 0% 3 1 25% 11 1 8% 2 2 50% 13 3 19% 

90-91 10 0 0% 1 1 50% 11 1 8% 2 2 50% 13 3 19% 





87-88 6 0 0% 3 0 0% 9 0 0% 0 1 100% 9 1 10% 
88-89 6 0 0% 3 0 0% 9 0 0% 0 1 100% 9 1 10% 
89-90 6 0 0% 3 0 0% 9 0 0% 1 1 50% 10 1 9% 
90-91 7 0 0% 1 1 50% 8 1 11% 1 1 50% 9 2 18% 
91-92 6 1 14% 1 1 50% 7 2 22% 3 0 0% 10 2 17% 
MANAGEMENT 
87-88 6 0 0% 1 0 0% 7 0 0% 1 0 0% 8 0 0% 
88-89 7 0 0% 2 1 33% 9 1 10% 0 0 0% 9 1 10% 
89-90 7 0 0% 2 2 50% 9 2 18% 0 0 0% 9 2 18% 
90-91 8 0 0% 2 2 50% 10 2 17% 0 0 0% 10 2 17% 
91-92 8 0 0% 2 2 50% 10 2 17% 0 0 0% 10 2 17% 
MANAGEMENT SCIENCE
87-88 6 1 14% 4 1 20% 10 2 17% 1 1 50% 11 3 21% 
88-89 7 1 13% 3 1 25% 10 2 17% 1 1 50% 11 3 21% 
89-90 7 1 13% 3 1 25% 10 2 17% 1 2 67% 11 4 27% 
90-91 7 1 13% 3 1 25% 10 2 17% 1 2 67% 11 4 27% 
91-92 7 1 13% 3 1 25% 10 2 17% 2 2 50% 12 4 25% 
MARKETING 
87-88 9 0 0% 0 0 0% 9 0 0% 0 0 0% 9 0 0% 
88-89 9 0 0% 0 0 0% 9 0 0% 0 0 0% 9 0 0% 


































1. 	  Department Changes
Depts increasing % Total Women - 6 (all)
Depts decreasing % Total Women = 0 
Depts no change = 0
2. Faculty Changes
Tenured Faculty: Men 0 Women +2
Untenured Faculty: Men -3 Women +6
NonTenured Faculty: Men +6 Women +1








Wright State University 
Tenured 
FULL-TIME FACULTY by Departments 
Untenured Total TenTrack Non TenTrack Grand Total 
Men Women % Men Women % Men Women % Men Women % Men Women % 
ART & ART HISTORY
87-88 8 2 20% 0 0 0% 8 2 20% 0 1 100% 8 3 27% 
88-89 8 2 20% 0 1 100% 8 3 27% 0 0 0% 8 3 27% 
89-90 8 2 20% 0 1 100% 8 3 27% 0 0 0% 8 3 27% 
90-91 8 2 20% 0 1 100% 8 3 27% 0 0 0% 8 3 27% 
91-92 7 2 22% 0 1 100% 7 3 30% 0 0 0% 7 3 30% 
CLASSICS 
87-88 1 2 67% 0 0 0% 1 2 67% 0 0 0% 1 2 67% 
88-89 1 2 67% 0 0 0% 1 2 67% 0 0 0% 1 2 67% 
89-90 1 2 67% 0 0 0% 1 2 67% 0 0 0% 1 2 67% 
90-91 1 2 67% 0 0 0% 1 2 67% 0 0 0% 1 2 67% 
91-92 1 2 67% 0 0 0% 1 2 67% 0 0 0% 1 2 67% 
COMMUNICATION 
87-88 6 3 33% 0 1 100% 6 4 40% 2 0 0% 8 4 33% 
88-89 6 2 251 2 1 33% 8 3 27% 1 1 50% 9 4 31% 
89-90 6 2 25% 2 1 33% 8 3 27% 1 2 67% 9 5 36% 
90-91 6 2 25% 2 1 33% 8 3 27% 0 2 100% 8 5 38% 
91-92 6 2 25% 2 1 33% 8 3 27% 1 1 50% 9 4 31% 
ENGLISH 
87-88 11 4 27% 1 1 50% 12 5 29% 0 1 100% 12 6 33% 
88-89 11 4 27% 2 2 50% 13 6 32% 0 3 100% 13 9 41% 
89-90 11 4 27% 3 2 40% 14 6 30% 0 4 100% 14 10 42% 
90-91 12 5 29% 3 1 25% 15 6 29% 0 5 100% 15 11 42% 
91-92 12 5 29% 3 1 25% 15 6 29% 0 4 100% 15 10 40% 
GEOGRAPHY 
87-88 3 0 0% 0 0 0% 3 0 0% 0 0 0% 3 0 0% 
88-89 3 0 0% 0 0 0% 3 0 0% 0 0 0% 3 0 0% 
89-90 3 0 0% 0 0 0% 3 0 0% 0 0 0% 3 0 0% 
90-91 3 0 0% 0 0 0% 3 0 0% 0 0 0% 3 0 0% 
91-92 2 0 0% 0 0 0% 2 0 0% 0 0 0% 2 0 0% 
HISTORY 
87-88 8 1 11% 1 1 50% 9 2 18% 5 1 17% 14 3 18% 
88-89 8 1 11% 2 1 33% 10 2 17% 5 1 17% 15 3 17% 
89-90 8 1 11% 2 1 33% 10 2 17% 4 2 33% 14 4 22% 
90-91 9 1 10% 1 1 50% 10 2 17% 4 2 33% 14 4 22% 
91-92 9 1 10% 3 1 25% 12 2 14% 1 1 50% 13 3 19% 
MODERN LANGUAGES
87-88 6 2 25% 1 0 0% 7 2 22% 0 0 0% 7 2 22% 
88-89 6 2 25% 1 0 0% 7 2 22% 0 1 100% 7 3 30% 
89-90 6 2 25% 0 0 0% 6 2 25% 0 1 100% 6 3 33% 
90-91 5 2 29% 0 0 0% 5 2 29% 0 2 100% 5 4 443 
91-92 5 2 29% 0 0 0% 5 2 29% 0 2 100% 5 4 443 
MUSIC 
87-88 4 2 33% 3 3 50% 7 5 42% 0 0 0% 7 5 42% 
88-89 4 2 33% 3 3 50% 7 5 42% 0 0 0% 7 5 42% 
89-90 5 2 29% 4 3 43% 9 5 36% 0 0 0% 9 5 36% 
90-91 5 1 17% 4 3 43% 9 4 31% 1 1 50% 10 5 33% 












     
     
     





Tenured Untenured Total TenTrack Non TenTrack Grand Total 
Men Women % Men Women % Men Women % Men Women % Men Women % 
POLITICAL SCIENCE 
87-88 6 0 0% 1 1 50% 7 1 13% 0 0 0% 7 1 13% 
88-89 6 0 0% 1 1 50% 7 1 13% 0 0 0% 7 1 13% 
89-90 6 0 0% 1 1 50% 7 1 13% 0 0 0% 7 1 13% 
90-91 6 1 14% 1 0 0% 7 1 13% 0 0 0% 7 1 13% 
91-92 7 1 13% 0 0 0% 7 1 13% 0 0 0% 7 1 13%
PHILOSOPHY 
87-88 3 0 0% 1 0 0% 4 0 0% 0 0 0% 4 0 0% 
88-89 4 0 0% 0 0 0% 4 0 0% 0 0 0% 4 0 0% 
89-90 4 0 0% 0 0 0% 4 0 0% 0 0 0% 4 0 0% 
90-91 4 0 0% 0 0 0% 4 0 0% 0 0 0% 4 0 0% 
91-92 4 0 0% 0 0 0% 4 0 0% 0 0 0% 4 0 0%
RELIGION 
87-88 5 0 0% 0 0 0% 5 0 0% 0 0 0% 5 0 0% 
88-89 4 0 0% 1 1 50% 5 1 17% 0 0 0% 5 1 17% 
89-90 4 0 0% 1 1 50% 5 1 17% 0 0 0% 5 1 17% 
90-91 4 0 0% 1 1 50% 5 1 17% 0 0 0% 5 1 17% 
91-92 4 0 0% 1 1 50% 5 1 17% 0 0 0% 5 1 17%
SOCIAL WORK 
87-88 2 1 33% 0 1 0% 2 2 50% 0 0 0% 2 2 50% 
88-89 2 1 33% 0 1 100% 2 2 50% 0 0 0% 2 2 50% 
89-90 2 0 0% 0 2 100% 2 2 50% 0 0 0% 2 2 50% 
90-91 2 0 0% 0 3 100% 2 3 60% 0 0 0% 2 3 60% 
91-92 2 0 0% 0 3 100% 2 3 60% 0 0 0% 2 3 60% 
SOCIOLOGY/ANTHROPOLOGY
87-88 9 2 18% 0 0 0% 9 2 18% 0 0 0% 9 2 18% 
88-89 8 2 20% 0 1 100% 8 3 27% 0 0 0% 8 3 27% 
89-90 7 2 22% 1 2 67% 8 4 33% 0 0 0% 8 4 33% 
90-91 7 2 22% 1 2 67% 8 4 33% 0 0 0% 8 4 33% 
91-92 7 3 30% 2 1 33% 9 4 31% 0 0 0% 9 4 31%
THEATER ARTS 
87-88 7 2 22% 4 1 20% 11 3 21% 1 0 0% 12 3 20% 
88-89 6 2 25% 4 2 33% 10 4 29% 1 0 0% 11 4 27% 
89-90 6 2 25% 5 2 29% 11 4 27% 0 0 0% 11 4 27% 
90-91 5 3 38% 3 2 40% 8 5 38% 1 0 0% 9 5 36% 
91-92 6 3 33% 2 3 60% 8 6 43% 1 0 0% 9 6 40%
URBAN AFFAIRS 
87-88 0 0 0% 0 0 0% 0 0 0% 0 0 0% 0 0 0% 
88-89 0 1 100% 1 0 0% 1 1 50% 0 0 0% 1 1 50% 
89-90 0 1 100% 2 0 0% 2 1 33% 0 0 0% 2 1 33% 
90-91 0 1 100% 2 0 0% 2 1 33% 0 0 0% 2 1 33% 
91-92 0 1 100% 1 1 50% 1 2 67% 0 0 0% 1 2 67%
COLLEGE TRENDS 
1. 	  Department Changes 

Depts increasing % Total Women - 9 

Depts decreasing % Total Women - 2 

Depts no change - 4 

2. 	  Faculty Changes 

Tenured Faculty: Men -2 Women +1
 
Untenured Faculty: Men +6 Women +7 

NonTenured Faculty: Men -4 Women +5 

    
 
    
        
       
        
        




   
    
    












EDUCATION & HUMAN SERVICE FULL-TIME FACULTY by Departments 
Wright State University
Tenured Untenured Total TenTrack Non TenTrack Grand Total 
Men Women % Men Women % Men Women % Men Women % Men Women %
EDUCATIONAL LEADERSHIP 
87-88 4 0 0% 0 2 100% 4 2 33% 2 2 50% 6 4 40% 
88-89 4 0 0% 0 2 100% 4 2 33% 2 2 50% 6 4 40% 
89-90 6 0 0% 0 2 100% 6 2 25% 1 2 67% 7 4 36% 
90-91 6 0 0% 0 2 100% 6 2 25% 1 1 50% 7 3 30% 
91-92 7 0 0% 0 3 100% 7 3 30% 0 1 100% 7 4 36% 
EDUCATIONAL TECHNOLOGY, VOC ED, & ALLIED PROGRAMS
87-88 1 4 80% 1 2 67% 2 6 75% 0 0 0% 2 6 75% 
88-89 1 4 80% 1 2 67% 2 6 75% 0 0 0% 2 6 75% 
89-90 1 4 80% 0 1 100% 1 5 83% 0 0 0% 1 5 83% 
90-91 1 4 80% 1 2 67% 2 6 75% 1 0 0% 3 6 67% 
91-92 1 4 80% 1 2 67% 2 6 75% 1 2 67% 3 8 73% 
HEALTH, PHYSICAL EDUCATION, & RECREATION
87-88 3 1 25% 1 0 0% 4 1 20% 0 0 0% 4 1 20% 
88-89 3 1 25% 1 0 0% 4 1 20% 0 0 0% 4 1 20% 
89-90 3 1 25% 1 0 0% 4 1 20% 0 0 0% 4 1 20% 
90-91 3 1 25% 0 0 0% 3 1 25% 0 0 0% 3 1 25% 
91-92 3 1 25% 0 0 0% 3 1 25% 0 0 0% 3 1 25% 
HUMAN SERVICES 
87-88 4 6 60% 1 0 0% 5 6 55% 0 0 0% 5 6 55% 
88-89 4 7 64% 1 1 50% 5 8 62% 0 1 100% 5 9 64% 
89-90 4 8 67% 1 1 50% 5 9 64% 0 1 100% 5 10 67%
90-91 4 8 67% 1 2 67% 5 10 67% 0 1 100% 5 11 69%
91-92 4 8 67% 1 1 50% 5 9 64% 0 1 100% 5 10 67%
TEACHER EDUCATION 
87-88 6 5 45% 2 2 50% 8 7 47% 2 0 0% 10 7 41% 
88-89 6 5 45% 2 2 50% 8 7 47% 2 0 0% 10 7 41% 
89-90 6 5 45% 2 2 50% 8 7 47% 2 0 0% 10 7 41% 
90-91 6 3 33% 2 2 50% 8 5 38% 2 0 0% 10 5 33% 
91-92 6 4 40% 1 0 0% 7 4 36% 2 0 0% 9 4 31%
COLLEGE TRENDS 
1. 	  Department Changes
Depts increasing % Total Women = 2
Depts decreasing % Total Women = 3
Depts no change = 0 
2. 	  Faculty Changes
Tenured Faculty: Men +3 Women +1
Untenured Faculty: Men -2 Women 0 
NonTenured Facu lty: Men -1 Women +2 
Total Faculty: Men 0 Women +3
 
    
 
 
















SCIENCE & MATHEMATICS FULL-TIME FACULTY by Departments
Wright State University 
Tenured Untenured Total TenTrack Non TenTrack Grand Total 
Men Women % Men Women % Men Women % Men Women % Men Women % 
BIOLOGICAL SCIENCES
87-88 17 2 11% 3 2 40% 20 4 17% 0 1 100% 20 5 20% 
88-89 17 2 11% 3 2 40% 20 4 17% 0 0 0% 20 4 17% 
89-90 17 2 11% 2 1 33% 19 3 14% 0 0 0% 19 3 14% 
90-91 17 2 11% 2 2 50% 19 4 17% 0 0 0% 19 4 17% 
91-92 17 1 6% 1 2 67% 18 3 14% 0 0 0% 18 3 14% 
BIOCHEMISTRY 
87-88 8 0 0% 2 0 0% 10 0 0% 2 0 0% 12 0 0% 
88-89 7 0 0% 2 0 0% 9 0 0% 2 0 0% 11 0 0% 
89-90 7 0 0% 2 1 33% 9 1 10% 3 0 0% 12 1 8% 
90-91 7 0 0% 2 1 33% 9 1 10% 3 0 0% 12 1 8% 
91-92 7 0 0% 2 1 33% 9 1 10% 2 0 0% 11 1 8% 
CHEMISTRY 
87-88 10 1 9% 3 0 0% 13 1 7% 0 0 0% 13 1 7% 
88-89 10 1 9% 4 0 0% 14 1 7% 0 0 0% 14 1 7% 
89-90 10 1 9% 5 0 0% 15 1 6% 0 0 0% 15 1 6% 
90-91 10 1 9% 5 0 0% 15 1 6% 0 0 0% 15 1 6% 
91-92 12 1 8% 3 0 0% 15 1 6% 0 0 0% 15 1 6% 
GEOLOGICAL SCIENCES
87-88 6 0 0% 3 1 25% 9 1 10% 0 0 0% 9 1 10% 
88-89 6 0 0% 3 1 25% 9 1 10% 0 0 0% 9 1 10% 
89-90 6 0 0% 3 1 25% 9 1 10% 0 0 0% 9 1 10% 
90-91 6 0 0% 3 1 25% 9 1 10% 0 0 0% 9 1 10% 
91-92 6 0 0% 3 1 25% 9 1 10% 0 0 0% 9 1 10% 
MATH & STATISTICS
87-88 15 2 12% 7 0 0% 22 2 8% 1 4 80% 23 6 21% 
88-89 16 2 11% 8 0 0% 24 2 8% 3 4 57% 27 6 18% 
89-90 17 2 11% 8 1 11% 25 3 11% 2 5 71% 27 8 23% 
90-91 17 2 11% 9 3 25% 26 5 16% 3 4 57% 29 9 24% 
91-92 19 2 10% 9 3 25% 28 5 15% 2 4 67% 30 9 23% 
MICRO & IMMUNOLOGY
87-88 5 1 17% 1 0 0% 6 1 14% 0 0 0% 6 1 14% 
88-89 5 1 17% 1 0 0% 6 1 14% 0 0 0% 6 1 14% 
89-90 4 1 20% 2 0 0% 6 1 14% 0 0 0% 6 1 14% 
90-91 3 1 25% 1 0 0% 4 1 20% 0 0 0% 4 1 20% 
91-92 2 1 33% 1 0 0% 3 1 25% 0 0 0% 3 1 25% 
PHYSICS 
87-88 8 0 0% 4 0 0% 12 0 0% 0 0 0% 12 0 0% 
88-89 8 0 0% 4 0 0% 12 0 0% 0 0 0% 12 0 0% 
89-90 9 0 0% 2 0 0% 11 0 0% 0 0 0% 11 0 0% 
90-91 10 0 0% 1 0 0% 11 0 0% 0 0 0% 11 0 0% 
91-92 9 0 0% 0 0 0% 9 0 0% 0 0 0% 9 0 0% 
PSYCHOLOGY 
87-88 6 1 14% 5 2 29% 11 3 21% 1 2 67% 12 5 29% 
88-89 6 1 14% 7 3 30% 13 4 24% 1 1 50% 14 5 26% 
89-90 7 1 13% 8 5 38% 15 6 29% 1 0 0% 16 6 27% 
90-91 8 1 11% 7 5 42% 15 6 29% 1 0 0% 16 6 27% 
91-92 9 1 10% 6 5 45% 15 6 29% 1 0 0% 16 6 27%
COLLEGE TRENDS
1. 	  Department Changes
Depts increasing % Total Women = 3 (one due to loss of men) 
Depts decreasing % Total Women 3
Depts no change ... 2
2. 	  Faculty Changes
Tenured Faculty: Men +6 Women -1
Untenured Faculty: Men -3 Women +7
NonTenured Faculty: Men +1 Women -3 
  
   




        
           
 
 























ENGINEERING & COMP SCIENC E FULL-TIME FACULTY by Departments 
Wright State University 
Tenured Untenured Total TenTrack Non TenTrack Grand Total
Men Women % Men Women % Men Women % Men Women % Men Women % 
BIOMEDICAL & HUMAN FACTORS
87-88 4 0 0% 0 0 0% 4 0 0% 1 0 0% 5 0 0%
88-89 4 0 0% 1 0 0% 5 0 0% 1 0 0% 6 0 0%
89-90 4 0 0% 1 1 50% 5 1 17% 1 0 0% 6 1 14%
90-91 5 0 0% 0 2 100% 5 2 29% 1 0 0% 6 2 25%
91-92 5 0 0% 0 2 100% 5 2 29% 1 0 0% 6 2 25% 
COMPUTER SCIENCE & ENGINEERING
87-88 5 0 0% 14 1 7% 19 1 5% 6 3 33% 25 4 14% 
88-89 4 0 0% 15 1 6% 19 1 5% 8 4 33% 27 5 16% 
89-90 4 0 0% 18 1 5% 22 1 4% 4 4 50% 26 5 16%
90-91 3 0 0% 16 1 6% 19 1 5% 3 4 57% 22 5 19%
91-92 3 0 0% 15 0 0% 18 0 0% 3 3 50% 21 3 13% 
ELECTRICAL ENGINEERING
87-88 8 0 0% 7 0 0% 15 0 0% 0 0 0% 15 0 0%
88-89 8 0 0% 6 0 0% 14 0 0% 2 0 0% 16 0 0%
89-90 9 0 0% 9 0 0% 18 0 0% 2 0 0% 20 0 0%
90-91 10 0 0% 9 0 0% 19 0 0% 1 0 0% 20 0 0%
91-92 10 0 0% 9 0 0% 19 0 0% 1 0 0% 20 0 0%
MECHANICAL & MATERIALS ENGINE RINGE
87-88 8 0 0% 3 0 0% 11 0 0% 0 0 0% 11 0 0%
88-89 8 0 0% 3 0 0% 11 0 0% 0 0 0% 11 0 0%
89-90 9 0 0% 2 0 0% 11 0 0% 0 0 0% 11 0 0%
90-91 10 0 0% 4 0 0% 14 0 0% 0 0 0% 14 0 0% 
91-92 10 0 0% 4 0 0% 14 0 0% 0 0 0% 14 0 0% 
COLLEGE TRENDS 
1. 	  Department Changes
Depts increasing % Total Women = 1
Depts decreasing % Total Women = 1
Depts no change = 2 
2. Faculty Changes
Tenured Faculty: Men +3 Women 0
 
Untenured Faculty: Men +4 Women +1
 
NonTenured Faculty: Men -2 Women 0
 
Total Faculty:	 Men +5 Women +1
Table 7. Faculty Summary - DEPARTMENTS HAVING:
 








Biomed & Hum Fact (8)























2.	 NO TENURE TRACK WOMEN
 













































































Table 8. WSU STUDENTS - Percent Women Students and Women Faculty 
(student data based on WSU Student Fact Book, Fall 1991) 
Colleges 
B&A EDU E&C LA LKE NUR S&M UVD NoD GRS MED PSY TOTAL 
Men Students 
Undergrad 912 178 679 895 104 39 542 2898 472 6719 
Graduate 333 174 300 64 7 145 257 24 211 35 1550 
Total 1245 352 979 959 104 46 687 2898 729 24 211 35 8269 
Women Students 
Undergrad 825 735 105 1125 96 374 603 2781 468 7112 
Graduate 214 796 73 107 231 124 564 38 163 70 2380 
Total 1039 1531 178 1232 96 605 727 2781 1032 38 163 70 9492 
% Women Students 
Undergrad 47% 81% 13% 56% 48% 91% 53% 49% 50% 51% 
Graduate 39% 82% 20% 63% 97% 46% 69% 61% 44% 67% 61% 
Total 45% 81% 15% 56% 48% 93% 51% 49% 59% 61% 44% 67% 53% 
% Women Faculty 






Table 9. USA, OHIO, WSU FACULTY IN RANK BY GENDER (1991-92)
(based on Academe 78(2):30,67 March-April 1992) 
USA-All Cat IIA* USA-Public Cat IIA* Ohio-Cat IIA* 
Men Women % Men Women % Men Women % 
Professor 99,698 16,402 14% 3,216 643 17% 667 85 11% 
Associate 64,000 24,764 28% 2,573 1,286 33% 504 160 24% 
Assistant 50,814 35,698 41% 2 573,  1,608 38% 351 253 42% 
Instructor 8,040 10,935 58% 643 643 50% 37 75 67% 
Lec/NoRank 3,216 5,467 63% 322 100% 
TOTAL 225,769 93,266 29% 9,005 4,503 33% 1,559 573 27% 
Wright State University 

Men Women % 

Professor 118 13 10% 

Associate 142 31 18% 

Assistant 90 62 41% 

Instructor 16 25 61% 

TOTAL 366 131 26%
* Category IIA - Comprehensive institutions (characterized by diverse 
post-baccalaureate programs granting more than thirty post-baccalaureate 
degrees, but fewer than thirty degrees at the doctoral level). Ohio 
Public IIA institutions include Antioch University, Capital, 
Hebrew Union, John Carrol, Xavier, Trinity Lutheran, University of 
Dayton, Cleveland State, Youngstown State 
 
 

















     
Table 12a. WSU PROMOTION AND TENURE 
University Approvals, 1990-92
(SOPP and SOM excluded) 
1990-91 1991-92 TOTAL
 M W M W M W %Women 
Prom to Prof 4 -- 6 1 10 1 9% 
Ten at Prof 2 -- -- -- 2 -- 0% 
P&T to Assoc 9 2 13 3 22 5 19% 
Prom to Assoc -- -- 1 3 1 3 75% 
Ten at Assoc 3 2 6 -- 9 2 18% 
Prom to Assist -- 1 1 1 1 2 67% 
Ten at Assist 3 -- 1 1 4 1 20%
Total Approvals 21 5 28 9 49 14 22%
Table 12b. WSU PROMOTION AND TENURE 
University Applications and Denials, 1990-92  
(SOPP and SOM excluded) 
1990-91 % 1991-92 % TOTAL %
Total Applied 34 39 73 













75% of all applicants
64% of all denials 
% of Men Denied 16% 10% 13% of men applicants 
Women Applied 9 26% 9 23% 18 25% of all applicants 
Women Denied 4 50% 0 0% 4 36% of all denials 














            
    
          
            
 
  
Table 13a. WSU PROMOTION AND TENURE - Continuing to University Level 
College Decisions, 1990-1992 
College Committee's Vote Unanimous Yes Split Vote Unanimous No
Men 43 77% 10 18% 3 5%
 Women 13 72% 3 17% 2 11%
Dean's Recommendation Yes Abstain      No
Men 49 88% 0 0% 7 13% 
 Women 15 83% 0 0% 3 17%
Table 13b. WSU PROMOTION AND TENURE 
Terminated at the College Level, 1987-1992 
T Denied P Denied P & T Denied Total Denied 
Men Women Men Women Men Women Men Women 
1987-88 0 0 0% 0 1 100% 0 0 0%  0  1 100% 
1988-89 0 1 100% 1 1 50% 1 0 0% 1 2 67% 
1989-90 0 0 0% 1 0 0% 1 0 0% 2 0 0%
1990-91 2 1 33% 2 0 0% 0 3 50% 4 4 50%
1991-92 1 0 0% 1 0 0% 1 1 50% 3 1 25%
TOTAL 3 2 40% 5 2 29% 3 4 57% 10 8 44%
 














     
             
            
            
            
 
 
Table 14a. WSU PROMOTION AND TENURE -Continuing to University Level
 Departmental Decisions, 1990-1992 
Department Committee's Vote Unanimous Yes Split Vote Unanimous No
 Men 38 76% 11 22% 1 2% 
 Women 10 67% 5 33% 0 0% 
Chair's Recommendation Yes Abstain    No
 Men 41 85% 5 10% 2 4% 
 Women 12 80% 0 0% 3 20%
Table 14b. WSU PROMOTION AND TENURE 
Terminated at the Department Level, 1987-1992 
T Denied P Denied P & T Denied Total Denied 
Men Women Men Women Men Women Men Women
1987-88 0 0 0% 0 1 100% 0 0 0% 0           1 100% 
1988-89 0 0 0% 0 0 0% 0 0 0% 0 0 0%
1989-90 1 0 0% 1 0 0% 0 0 0% 2 0 0%
1990-91 0 0 0% 0 0 0% 1 0 0% 1 0 0%
1991-92 0 0 0% 1 0 0% 0 0 0% 1 0 0%
TOTAL 1 0 0% 2 1 33% 1 0 0% 4 1 20%
Appendix C: Faculty Salaries (Table 15) 
        
          
   
   
      












Table 15. FULL-TIME FACULTY SALARIES (WSU vs USA)
Source: Academe 78(2):20 March-April 1992 
USA Public Category IIA* Wright State University
Rank Men Women Diff W/M% Men Women Diff W/M%
Professor               $54,070    $52,110  $1,960  96%          $60,000         $53,500 $6,500 89% 
Assoc Prof 43,570 41,540 2,030 95% 45,300 41,200 4,100 91% 
Assist Prof 36,640 34,480 2,160 94% 38,600 35,700 2,900 92%
Instructor 28,320 26,410 1,910 93% 26,800 24,600 2,200 92%
AVERAGE  $40,650 $38,635  $2,015 95%  $42,675 $38,750 $3,925 91% 
WSU - USA Salary Difference by Gender 
Men Women
Professor $5,930 $1,390 
Assoc Prof 1,730 (340)
Assist Prof 1,960 1,220 
Average $3,207 $757 
Instructor (1,520) (1,810)
*Category IIA institutions, which include WSU, are comprehensive universities characterized by
diverse post-baccalaureate programs granting more than thirty post-baccalaureate degrees, but fewer than
thirty degrees at the doctoral level 
 









SURVEY OF FULL-TIME WOMEN FACULTY OF WSU
 
1.	 What is your current position/title? 













3.	 What is your highest earned degree? 

4.	 Is tenure available to faculty in your school?

Yes No (If no, go to #7.)
 
5.	 Are you tenured? Yes No
 
6.	 Are you in a tenure-track position? Yes No
 
7.	 Date of original employment 

8.	 Number of years of employment at WSU 

9.	 Are you currently holding the same position (not rank)







10. Have you been promoted (upward progression vs. lateral

move) since you have been at WSU?





Please list the positions you have held and the number

of years in each position:
 
















12.	 Have you been promoted or advanced as rapidly as you





 No--What hindered you?
 
13.	 How did you learn about a position at WSU?
 




15.	 What is keeping you at WSU?
 




If yes, what would you look for in your new environment

that is not at WSU?
 




18.	 Do you have a mentor relationship with any of your

colleagues or member(s) of the WSU community?

Yes (If yes, answer #s19-27.)

No (If no, go to #23.)
 
19.	 How many mentors have you had?

One Two Three Four or more
 
20. To what extent would you say your mentor(s):
 
a) Shared information with you about the promotion process.

Not at all Somewhat Very much
 
b) Shared information with you about the research process.

Not at all Somewhat Very much
 
c) Promoted your activities to the rest of the faculty.

Not at all Somewhat Very much
 
d) Supported your advancement throughout the University.

Not at all Somewhat Very much
 
21.	 Your closest mentor is/was: Male Female
 




23.	 Do you have a mentor relationship with any colleagues

outside the WSU community?

Yes (If yes, answer #s24-27.)

No (If no, go to #28.)
 
24.	 How many mentors do (did) you have?

One Two Three Four or more
 
25. To what extent would you say your mentor(s):
 
a) Shared information with you about the promotion process

Not at all Somewhat Very much
 
b) Shared information with you about the research process

Not at all Somewhat Very much
 
c) Promoted your activities with the rest of the faculty

Not at all Somewhat Very much
 
d) Supported your advancement throughout the University

Not at all Somewhat Very much
 
26. Your closest mentor is/was: Male Female
 




28.	 If you do not have a mentor, please state a) why not, b)

whether you would like to have a mentor, c) whether





If you would like assistance in establishing a mentor

relationship, please contact either Juanita Wehrle-

Einhorn 3027) or Mary Beth Pringle (2265).
 




If yes, what types of support? 





31.	 What advantages/benefits would you like WSU to offer you

as a female employee?
 




a)  Offered a promotion with tenure

b)  Offered a promotion without tenure

c)  Offered a tenure-track position

d)  Offered an administrative position

e)  Offered a better salary

f)  Offered a reduced teaching load

g)  Geographical location

h)  Finished degree

i)  This is my first job

j)  Other 

33. Do you perceive a glass ceiling for yourself?

Yes No Comments you would like to offer
 
34.	 Do you perceive a glass ceiling for other women at the

University? Yes No Comments you would

like to offer 

During the past five years, the number of women faculty at

WSU has increased including increases in the proportions of

faculty at certain academic ranks who are women. In 1991-92,

the data are as follows: Instructor, 58% women/42% men;

Assistant Professor, 35% Women/65% men; Associate Professor,

18 women/82% men; Professor, 10% women/90% men. In 1986-87,

the data were as follows: Instructor, 53% women/47% men;

Assistant Professor, 30% women/70% men; Associate Professor,

18% women/82% men; Professor, 10% women/90% men.
 
35.	 Why has the number of women on the faculty at WSU not

increased more in recent years? 

36. What can be done to assure that a larger number of women

appear in the candidate pools for positions? 

37.	 What can be done to increase our probability of

succeeding in hiring women into the ranks of faculty?
 
38.	 What steps can be taken to assure that more women are

nurtured for administrative positions in the academy?
 
39.	 Have you served on any search committees? -
	 Yes (If yes, answer #s40-43.)

No (If no, go to #44.)
 






41.	 What improvements could take place to ensure that more

women and minorities are brought in for interviews?
 
42.	 Do the search committees ensure that women or minorities
 








If yes, give examples 







If yes, please fill in your name and telephone number:
 
Name	  Phone # 

We welcome any additional comments.
 
 
SURVEY OF FULL-TIME UNCLASSIFIED STAFF WOMEN OF WSU
 
1.	 What is your current position/title (e.g., director,

associate director, assistant director, etc.)?
 
2.	 Date of original employment 

3.	 What is your highest degree earned?





4.	 Number of years of employment at WSU 

5.	 Are you currently holding the same position for which





6.	 Have you been promoted (upward progression vs. lateral

move) since you have been at WSU?





Please list the positions you have held and the number

of years in each position (e.g., director, associate

director, assistant director, etc.):
 






















8.	 Have you been promoted or advanced as rapidly as you





 No--What hindered you?
 
9.	 How did you learn about your first position at WSU?

(1) Journal (2) Newspaper (3) Bulletin board

(4) Personal contact (5) Other--please specify 









If yes, what would you look for in your new environment





12.	 Do you have a mentor relationship with any of your

colleagues or member(s) of the WSU community?

Yes (If yes, answer #s13-22.)

No (If no, go to #23.)
 
13.	 How many mentors have you had? 

14. To what extent would you say your mentor(s):
 
a)	 Shared information with you about the promotion process.

(1) Not at all (2) Somewhat (3) Very much
 
b)	 Shared information with you about the research process.

(1) Not at all (2) Somewhat (3) Very much
 




(1) Not at all (2) Somewhat (3)  Very much
 
d)	 Supported your advancement throughout the University.

(1) Not at all (2) Somewhat (3) Very much
 
15. Your closest mentor is/was: Male Female
 
16.	 Is/was your closest mentor a member of your

office/primary unit? Yes No
 
17.	 Do you have a mentor relationship with any colleagues

outside the WSU community?

Yes (If yes, answer #s18-22.)

No (If no, go to #23.)
 
18.	 How many mentors have you had? 

19.	 To what extent would you say your mentor(s):
 
a) Shared information with you about the promotion process.

(1)  Not at all (2)  Somewhat (3) Very much
 
b) Shared information with you about the research process.

(1) Not at all (2) Somewhat (3)  Very much
 
c) Supported your advancement throughout the University.

(1)  Not at all (2)  Somewhat (3)  Very much
 
20.	 Your closest mentor is/was: Male Female
 












23.	 Do you have other sources of support helping with your

career advancement? Yes No
 
If yes, what types of support?
 




25.	 What advantages/benefits would you like WSU to offer you

as a female employee?
 
 
26. What were your reasons for leaving your last employment

position (check all that apply)?

a)  Offered a promotion

b)  Offered an administrative position

c)  Offered a better salary

d)  Geographical location

e)  Finished degree

f)  To complete a degree

g)  This is my first job

h)  Other 

27. Do you perceive a glass ceiling for yourself?

Yes No Comments you would like to offer
 
28.	 Do you perceive a glass ceiling for other women at the

University? Yes No Comments you would

like to offer 

29.	 What can be done to assure that a larger number of women





30.	 What steps can be taken to assure that more women are

nurtured for managerial positions at the university?
 
31.	 Have you served on any search committees?

Yes (If yes, answer #s34-37.)

No (If no, go to #38.)
 






33.	 What improvements could take place to ensure that more

women and minorities are brought in for interviews?
 
34. Do the search committees ensure that women or minorities









If yes, give examples: 







If yes, please fill in your name and telephone number:
 
Name 	  Phone # 

We welcome any additional comments.
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________ 
 

 
